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Introduction 

Training and Development 

A successful business requires intensive employees training and developmental strategies 

to equip the staffs with the necessary skills and knowledge that are vital in keeping up with the 

competitive advantage of the organization's success. As a critical part of human resources main 

goals, training and development ensure that the HR is well equipped to achieve its goals.  It acts 

as a means of getting the necessary organizational objectives. Factoring the human resources and 

corporate objectives, the paper seeks to highlight the critical aspects of training and 

development, focusing on how the firms' environment motivates and influences the effectiveness 

of this process. Exploratory research is one that is necessarily the most significant Theoretical 

concepts, in addition to revealing the present issues affecting the area; it will be also ethical 

dilemmas, analyze a case study in the topic and conclude by assessing the necessary good 

practices in the subject of training and development.  

Theoretical Concepts and Methods 

A significant number of changes and alterations in the theoretical framework that support 

training development have occurred in recent years. These alterations have given rise to a deeper 

and more progressed cohesive model. This theoretical background explores on a broader scale, 

the main perspective used in academics and by human resource practitioners. This makes it 

possible to observe the HR tool in a macro and micro-levels. There are diverse levels in the 

organization such as that of teams, individuals and the overall firm's environment. This is critical 

as it set the platform for a new concept in academic and practitioners training principles. As 

claimed by Bhurtel, (2015), the most important theoretical frameworks that are connected to this 

training and development happen to be learning transfers. Through this process, when learning 
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on a single task, one equips himself to work on other multiple tasks. This indicates that through 

learning in training, one gets to apply it in their job environment. This impacts the performance 

of employees, and as stressed Chiu, Lonner, Matsumoto & Ward (2013) , it also emphasized the 

significance of these learning theories in the overall success of the organizations.   

The Behaviorist explores the conditions in the work environment. The Cognitivist 

explores the concern of the mental processes involved in learning such as categorizing and 

memorizing. The humanists emphasize the critical of emotions in the learning process. Training 

and development are essential of all the learning theories. Lonner (2013) claims that as other 

learning processes measure the learning processes, the training developments which are vital to 

the success of the teams.  

Davis & Daley (2008); we come across chapter 7 that explores the significance of 

training and development. It also features the key points that relate to it. It states that the training 

refers to all the efforts in progress the entire relevant workforce associated with performance and 

competency in their job postings. At the same time developing requires a long-term preparation 

of the staff for the expected long-term changes in the work environment. Some factors are 

paramount for influencing training and development more so in the firm's framework; these 

factors include the support from the executive level, technological development, and shortage of 

skilled staff, lifetime learning, learning styles, and other HR function.   

Training and development methods: 

Instructor-led 

One of the most effective and often preferred ways of learning as it gives a one on one approach 

where one can get a real-time response.  

E-learning  
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This is an online training approach that is considerate on the costs, effectiveness and convenient 

and the flexibility.   

Live virtual training 

This is an instructor-led web-based training that is offered to employees in different geographical 

locals but working for the same organization.  

Case study  

This is training that is based on the information attained from a different case. 

Behavior model 

This is the learning through copying the disciplines of other in different situations. 

Role-playing   

This involves learning and acting out a different situation that the employees might face in their 

respective jobs.   

Training games 

These group training facilitate involvement and the interest of the organizations. 

In-basket training  

This assists the employees in prioritizing and handling multiple tasks.  

On the job training  

This is informal training and development methods that allow the staff to get a learning chance 

from task completion presented by their trainers.  

Current Issues and Innovations for HR Practitioners 

It is not from new ideas that innovations and development are conjured, but instead in the 

manner and direction of the training the organization employs. (Davis (2008) states that the 

critical changes seen in training and developments are blended in learning. This implies that the 
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blended training is linked in a theoretical framework in learning theories such as cognitivist, 

behaviorists, and the humanist. In general, the approach seeks to combine the concepts. As 

supported by Davis & Daley, 2008), there is a lot of emphasizes in blended training suggesting 

that its best combined to bring the organization to a unified goal. There are a lot of delivery 

methods and approaches that are links; this includes traditional experiences from the classroom 

where modern technological capabilities are employed. Chiu, Lonner, Matsumoto & Ward, 

(2013) goes on to emphases that blended learning is an efficient, innovative approach that makes 

training and development accessible easier to access and relate to traditional learning techniques. 

He also highlights the innovations employed and seen in training and development, where 

modern's media training and allocations make it easier for employees to get ahead in their roles 

and duties at work. The innovation uses social media usage in part of the training and Facebook, 

blogs, and Twitter. Participant needs to tweet in the training course and provide feedback real-

time in training. Modern training is important more specifically when employed in the current 

job environment where technology plays a critical role.   

To some extent, technology can be termed s the most common element prevalent in all 

parts of our lives. Dochy, Gijbels, Segers & Van den Bossche, (2011) states that technology will 

provide the most cost- efficient way of communicating and associating with other employees in 

real-time. Also present is modern medias training facilities that have an added advantage 

learning transfers and concepts. These help the participants channel and transfer their learning 

and ensure that it is applied across different organizational devices such as smart phones, e-

readers, tablets, and laptops. It is observed that the various innovations seen in training and 

development came about in the current business environment; different technological 

innovations fuel it.  
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The Hr practitioners face a different and wide array of issues during the designing and 

delivery of high-quality training in all fields such as corporate learning. It should be considered a 

challenge that the multinational companies have to develop and create a training regimen that 

can be applied to its employees on a global scale. The issue as explored by Chowdbury (2006) is 

significantly connected, and like to behaviorist approach, this comes as an external condition 

where the learning of participants greatly influences the office environment.    

In essence, there is some truth in the situation as the culture and language are similar. 

Another issue that arises in the same concept as explored by Foucher & Hassi, (2012) is tied to 

staff revulsion in participating in compulsory training. It is connected to the humanists approach 

as the attitude employed by the trainers is influenced by the emotions of the staff. Foucher & 

Hassi, (2012) also states that the revulsion is as a result of the employee's beliefs where many 

tend to understand that this training and boring which in many instances result in the training 

itself being unproductive. In the end, it is observed that the HR practitioner have to deal with 

broad and diverse challenges in designing the accurate training that will incorporate a 

compulsory regime and a friendly tied package best fitting the global expectations.  

Potential Ethical Dilemmas 

Training and development in human resource management where the lowest chance 

coming across unethical can be expected Hines, Sligo & Chaw, (1978). The same training and 

development approach is not free from malice as it can be incorporate unethical response and 

practices more specifically those in high executive and business environment. An ethical issue 

which can arise is tied to the ‘bad role' in role-play training where all the material trainer use are 

copyrighted and not acquired through the legal processes as stipulated by Strong (2012).  
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As seen through the research on  Strong, (2012), some ethical issues that affect and 

impact the social and ethnic groups of people more specifically those with disabilities, in their 

argument, women, and minorities or the senior within the workforce are not given a chance to 

train with the other. In large multination cooperation such as Coca-Cola; they face legal charges 

after they had discriminated the Africa American employees from the training programs. Other 

arguments are as explained by Strong points to the biased information that trainer might choose 

to relay to different groups or units within the entire trainees. There is a lot of emphasis on what 

takes place when employees who are disabled become excluded from the training sessions 

affected by their lack of mobility to the training location. In the end, it comes out as an ethical 

practice that falls on the person or nature of the practitioners or management of the organization. 

It can also be identified that through these training, the practitioners have to face ethical issues in 

their daily training where the necessary and settings have to meet the requirement to house both 

the capable and disabled person for the training. Addressing these issues will most importantly 

serve as a benefactor for the team and organizations approach on the efficiency and effectiveness 

of the training and development process.  

Case Study Analysis 

The case of Tata Sky is one that has been explored over recent years on the importance 

and understanding of training and development as an HR-based tool for achieving organizational 

goals. This is a satellite television network and a provider that operates as a joint venture in UK 

and India. The company has a massive expansion policy that has been faced with countless 

issues resulting from having recruiting employees with different experiences, backgrounds, and 

industrial experiences. They also have different working styles, differences in language and 

employees who differ in beliefs as well as complaining about their unrealistic expectations — 
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other complaints about unresolved problems within the team which impact the performance of 

the organization. In solving the problem, management has to organize the workshops that are led 

by different outsourced trainees. The goal of these training was to universally engage these 

employees to uniformly perform as a unit, in the process different principles were employed to 

minimize the cultural confusion such as those seen by the Americans and Indian employees.  

Observing the case study from the lenses as seen by the stakeholders and their interests, a 

few detailed were observed. At the top level, the management found the issues of culture and 

language of utter importance and thus mitigating them was given the priority. As presumed this 

issue would facilitate the team and make them operate as one. Secondly, the employees were 

also the stakeholders as there was a decline in their performance from such issues occurring at 

their work environment. The other group of stakeholders was the training managers and 

practitioners whose primary objective was creating the training course universally adopted in the 

entire organization. Other stakeholders include the clients tied to the company through the 

services they receive from the other aforementioned teams.   

Cross-cultural learning is the only theoretical concept that is easily identified within the 

case. The cross-cultural difference can and will arise in a day today communication at the work 

environment where the employees work together despite their different cultural backgrounds. 

They can mitigate their difference in background and work together and complete their work. 

Cross-cultural learning as observed by Kane (1986), the theory proves that an experienced 

employee will work past their cultural difference more easily than a recruit.   

 

The theory is also relevant to the case as it shows and dictates how the internal 

communication of an organization with employees from different nationality could be mitigated. 
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Tata Sky needs to employ the relevant branches in India and UK. It is observed that the critical 

human resource management issue of the case study is that cultural conflicts are negatively 

impacting the workers similar to the employees who come from a different cultural background. 

It also improves the communication skills that increase the team and efficiency of the teamwork. 

It is identified that that such as case requires an intercultural training program that will be 

effective in training the good staffing practices necessary in complex multinational work 

environments.  

Evaluating Good Practices 

The training practitioners have to identify the best practices to realize the goals and 

objectives when organizing the training. One of these best practices have to be considered is the 

training programs need to be objective- driven, where all the training have to be designed in a 

fashion that meets and adheres to the organization's strategies and goal. It is also critical that the 

practice also measures the effectiveness employed by the training criteria in serving as a gauge 

for evaluation. It is also essential that all the training get organized from the different channels 

by using the different diverse platforms. These platforms include media channels, traditional 

ones, and smart devices. In combining the diverse learning methods, it makes the effectiveness 

of the entire process more pronounced (Kane, 1986).   

One of the best training ensures that the staff takes part in the self-directed practice and 

progress where creating customized learning plans. In Kim (1988), claims that employees in 

different work level are required to take different types of development training. For further 

clarification, it highlights that junior lawyers are required to undertake training that gives them 

the basic skills needed in carrying out the excellent quality of work administering the confidence 

in their work environment. Mid-level lawyers also need training set towards project 
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management, and the senior lawyers need to be customized training to help them reach 

partnership ranks.  

Conclusions 

In conclusion, it should be identified that the individual assignment is set on significance 

and diverse attribute of the training and development in the Human resource department. With 

this in kind, the paper highlights the critical aspects of training and development illustrating how 

the various organizations’ environment improves the effectiveness of these Hr tools. These Hr 

tool discussed in the case study above were critical theoretical concepts aided by the theories, the 

current issues and innovations as noted, the dilemmas and analysis all required a practical 

application of the excellent practice in the end.  

Overall, all organizations have to stay at par with the ever-changing business 

environment that offers different training opportunities for their staffs at each level. It is critical 

as it broadens their perspective as well as improves their skills and competencies. Also 

significant is the need to design the different implementing program in line where, as well as 

development in the study of training and development, need to be consistent in the industry. In 

addition to these, its goals and strategies have to be combined with various training methods as 

well as platforms to help reach the intended enhanced effectiveness.  
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  Appendix 

Case study 

Source: VitalSmarts. (2016). Tata Sky Case study. [Online]. Available at: 

https://www.vitalsmarts.com/casestudies/tata-sky/ (Accessed 27 April 2016)  
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